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Abstract
Few businesses are considered less “essential” during a pandemic than art museums,
historical societies, and other cultural organizations. After the novel coronavirus (COVID-19)
was declared a pandemic, most jurisdictions in the United States required institutions open to the
public to close their doors. Without visitors, many cultural institutions faced an existential crisis,
and scrambled to find creative ways to stay afloat. Adding to the challenge is the unusual aspect
of the COVID-19 emergency, in which parents and children often worked and attended school at
home. Gender disparities and professional role might also impact real and perceived threats to
organizational survival. There have been no published studies on the organizational resilience of
cultural organizations such as museums. The goal of this cross-sectional online survey study
was to measure the organizational resilience of cultural institutions using The Benchmark
Resilience Tool (BRT), a validated instrument that measures organizational resilience across 13
domains. A key finding of this study is that participants’ organizations fail to regularly plan or
drill for emergencies, despite the fact that financial crisis, major accident or fire, reputation
damage, pandemic, and severe weather were rated by participants as high risk for creating a
crisis at their organization. Compared to female respondents, male respondents consistently rated
organizational resilience higher across every domain; this difference was statistically significant
in two domains. From these findings, twelve recommendations have emerged. By adopting the
recommended strategies, cultural organizations may become more resilient and better equipped
to face the COVID-19 pandemic and future crises.
Keywords: organizational resilience, museum, cultural institutions, emergency preparedness,
public administration
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CHAPTER 1
Introduction
Few businesses are considered less “essential” during a pandemic than art museums,
historical societies, and other cultural organizations The novel coronavirus (COVID-19) was
declared a pandemic by the World Health Organization (WHO) on March 11, 2020. Two days
later, the COVID-19 pandemic was declared a national emergency in the United States. At that
time, various public health regulations went into effect to help control the spread of the virus.
Some of these measures regulated business activity to promote social distancing while keeping
essential businesses in operation. The definition of ‘essential business’ differs from state to state,
but typically includes occupations involving direct health care services, grocery stores,
pharmacies, and truck driving (Silver, Li, Boal, Shockey, & Groenewold, 2020). Arts institutions
and most other cultural and recreational organizations are typically considered non-essential.
From a public health perspective, museums conducting in-person business as usual run the risk
of becoming “super spreaders,” promoting the spread of COVID-19. This puts cultural
organizations in a very vulnerable position. What are some of the resources that organizations
possess to help bolster their capacity to survive the COVID-19 crisis, and other challenges that
come their way? What can be done to improve organizational resilience? Did cultural
organizations plan for this? These questions are answered in the pages that follow.
Background of the Problem
Unlike hospitals, pharmacies, grocery stores, and other “essential businesses,” museums
fall low on the list of priorities for private citizens and government agencies who might
otherwise support them. However, museums serve communities in many important ways: as
employers, as mentors to interns and other students; as partners with public education and other
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public and nonprofit institutions, and as the stewards and protectors of our world’s most precious
art, artifacts, and antiquities. Museums are good for the economy. In 2016, museums employed
more than 700,000 people, paid $12 billion in local, state, and federal taxes, and generated more
than $50 million in United States gross domestic product (Museums as Economic Engines,
n.d.). It is impossible to imagine a world without art, and yet nearly all museums have been
forced to shutter their doors for an extended period of time, unable to find the balance between
public health protections and carrying out their mission statement. While avoiding public
gatherings represents sound public health practice, it has been the death knell for the more than
35,000 active museums in the United States alone (Government Doubles Official Estimate:
There Are 35,000 Active, Museums in the U.S., 2019), whose financial health often rely on
memberships and ticketing of in-person guests.
Statement and Significance of the Problem
Cultural organizations are some of the most vulnerable businesses in the COVID-19 era,
yet there is little literature on best practices for managing emergencies at museums, and zero
evidence that addresses emergency management of cultural institutions during a pandemic.
Further, while much has been written about the need for cultural organizations to demonstrate
agility, pivoting to digital offerings and online fundraisers, there is no literature on how museums
can measure and improve their organizational resilience. This gap in the literature has important
implications to public administration research and practice, as many organizations use public
funds to support their work, and are likely to face serious challenges in using the public funding
as promised given all of the new restrictions on in-person activities during the COVID-19
pandemic. Exacerbating this is the fact that museum staff are disproportionately female (Latest
Art Museum Staff Demographic Survey Shows Increases in African American Curators and
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Women in Leadership Roles, 2019), and the pandemic disproportionately hurt women in the
workforce (Employment Situation Summary, 2020).
Purpose of the Study
The purpose of this study is to understand organizational resilience among United States cultural
institutions during COVID-19. This study also sought to explore specific challenges faced by
women in the museum workforce. The results of this investigation will be used to formulate
recommendations for improving organizational resilience of cultural institutions.
Importance and Scope of the Study
This study will contribute to the growing literature that describes the challenges faced by
cultural institutions at the time of COVID-19. It will be the first attempt to measure
organizational resilience using a validated instrument before or during COVID-19. It is
important to assess, address, and improve organizational resilience, including emergency
planning, in our cultural sector now, as the pandemic rages on and these institutions continue to
face the looming threat of closure.
Research Questions
The goal of this study is to assess organizational resilience of cultural institutions during
COVID-19 through the lens of employees of all levels. The research questions are:
Research Question 1: What is the organizational resilience of United States cultural
institutions as measured by the Benchmark Resilience Tool (BRT)?
Research Question 2: Does perception of organizational resilience of cultural institutions,
as measured by the BRT, differ by gender?
Research Question 1 will give a broad overview of organizational resilience, emergency
planning, and COVID-related experiences, to paint a picture of the state of the cultural industry
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in the midst of the pandemic. Research Question 2 will begin to explore whether or not the
gender disparities that exist in cultural organizations and the disproportionate impact of COVID19 on working women are connected to the perception of organizational resilience.
General Study Design
A full explanation of this study’s methodology can be found in Chapter 3. This is a crosssectional survey of museum and other arts and cultural organization professionals using Qualtrics
internet-based survey methodology. The instrument includes both qualitative and quantitative
design elements to be analyzed using bivariable and multivariable analyses (quantitative data).
Definition of Terms
For the purposes of this study, “cultural institutions” are defined according to the Bureau of
Labor Statistic’s “museums, historical sites, and similar institutions,” category. These are
organizations defined as institutions that, “engage in the preservation and exhibition of objects,
sites, and natural wonders of historical, cultural, and/or educational value (Industries at a
Glance: Museums, Historical Sites, and Similar Institutions: NAICS 712, 2015).” ‘Cultural
institutions’ and ‘museums’ will be used interchangeably in the text.
Organizational resilience will be described in detail in the chapters that follow. Organizational
resilience has been defined as “...a function of an organization’s overall situation awareness,
management of keystone vulnerabilities and adaptive capacity in a complex, dynamic and
interconnected environment McManus et al.. (2008; p. 82).”
Chapter Summary
Cultural institutions are arguably among the most negatively impacted businesses in the
COVID-19 pandemic. Many strategies have been employed by these organizations to sustain
essential operations despite lockdowns, social distancing, and the need to pivot to virtual
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programming and fundraising, but the best practices for organizational survival have yet to be
identified. What can be measured is the organizational resilience of these institutions, and
recommendations can be made now to help bolster the resilience of organizations so that they
can successfully face the challenges that lie ahead.
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CHAPTER 2
Literature Review
This dissertation explores a topic often discussed anecdotally but rarely connected in
scientific investigation: the organizational resilience of cultural institutions. The discussion
begins with a general overview of the challenges faced by cultural institutions during COVID-19
and some strategies used to attempt to address those challenges. Next, the museum industry's
currently available resources on emergency preparedness will be explored. Then, the
organizational resilience literature and the evolution of the Benchmark Resilience Tool will be
explored. The relatively limited literature on museums and resilience will be outlined. Finally,
the potential role of gender as a predictor of organizational resilience will be brought forth.
Museums and the Pandemic
The museum industry is beginning to measure the impact of COVID-19, although most
of the available information is not peer-reviewed as the crisis is still new. In June 2020, the
American Alliance of Museums (AAM) surveyed 760 museums of all sizes and types, asking
museum directors to report on COVID-19 related reopening plans, the financial impact of the
pandemic on their institutions and how they are serving their communities. The survey report
revealed organizations under extreme stress: sixteen percent were concerned that their
organization was at risk to permanently close, and one third of those surveyed felt that their
organization might not survive 16 months. Most (87%) of the museums surveyed have one year
or less of financial operating reserves left, and more than half have fewer than six months of
operating reserves left. Nearly fifty percent had laid off or furloughed at least some of their staff,
and 41 percent predicted that they would have reduced staff upon reopening (American Alliance
of Museums, 2020).
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Many cultural institutions rely on elegant, in-person fundraisers as a major source of
revenue. One of the most famous museum fundraisers is the Metropolitan Museum of Art’s
annual Costume Institute Benefit, also known as the “Met Gala,” which consistently generates
millions of dollars annually in donations for the museum. The gala has taken place every year
since 1948, but was cancelled in 2020 and postponed in 2021 (Cuccinello, 2017). Clearly, the
museum industry has been, and will continue to be, hit hard by the COVID-19 pandemic.
Digital programming

Despite the many challenges posed by the pandemic, some museums have managed to
sustain operations. The same AAM survey found that three quarters of the museums focused on
virtual education programming after the pandemic closed their doors to in-person guests. Virtual
programming can include sharing activities or content on social media platforms, creating
content such as online portals to exhibits or collections, and coordinating virtual events such as
art studio tours, happy hours, and fundraisers. Beyond revenue generation, online activities can
be a way to promote wellness and reduce social isolation during an extended COVID-19
lockdown (Tan & Tan, 2021). Many cultural institutions increased their social media presence
during COVID-19, connecting to the public using games, challenges, and special hashtags to
help promote their work while entertaining their audiences (McGrath, 2020).
A recent study by the International Council of Museums (2020) reported that, prior to
COVID-19, privately funded organizations were more likely than publicly funded organizations
to successfully develop and implement digital resources. This may be due to the fact that
privately funded organizations have more discretion in how they use their funds (ICOM, 2020).
This becomes an important factor in the ability of cultural organizations to continue to provide
programming to some of the most vulnerable individuals during the COVID-19 pandemic. The
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International Council of Museums study (2020) also found that, for the most part, funding source
doesn’t matter with regard to impact in most areas measured except for suspending freelance
contracts, cancelling and reducing exhibitions, and reducing opening hours. In these areas,
private museums were slightly more likely to expect a negative impact. However, the difference
was minimal, and the report did not indicate whether or not the difference was statistically
significant. The study also found that funding source did not seem to make a difference with
regard to downsizing staff, cancelling or reducing programs, and closing the museum.
Anecdotally, private museums may be more impacted by COVID if they are smaller; relying on
small individual private donations instead of government and foundation grants to stay afloat
(Yong, 2021). Therefore, it could be hypothesized that in a larger study that includes privately
funded museums, the size of the museum might serve as an interaction term in the model with
funding source.

Museums have long been an important source of in-person STEAM (science, technology,
engineering, art, and math) learning for schools that use their in-person and digital offerings. It is
important to note that the “digital divide,” referring to disparities in access to computers and
high-speed internet, is still a challenge in rural communities. Public libraries are sometimes able
to offer better internet access than people have at home. However, during a pandemic when
libraries are closed, disparities become evident. Unless a museum or school district is able to
supply technology resources to underserved families, the closure of museums and related STEM
activities become an example of educational disparities in underserved communities. (Zollinger,
2021).
While it is promising that virtual programming is an option for many museums, 64% of
museum directors surveyed predicted budget cuts to education programs in the near future
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(American Alliance of Museums, 2020), adding pressure to do more with less in a period of time
already fraught with financial uncertainty. In addition to pivoting to digital programming, other
strategies adopted by museums to stay in business during the pandemic include employee social
distancing and/or remote-working programming, reopening with extreme social distancing and
masking policies, and limiting the number of visitors allowed in galleries at the same time
(Museums Facing COVID-19 Challenges Remain Engaged with Communities, 2020). Are these
adaptations a reflection of the organization’s resilience? Did cultural institutions adequately plan
for the COVID-19 pandemic? What are the factors associated with an organization’s resilience
and how is that measured? To know this, it is important to explore and apply the organizational
resilience literature.

Organizational Resilience Literature
The organizational resilience literature has evolved over time, from concepts,
descriptions, and theories to the validated instrument that will be used in this study, Lee, Vargo,
and Seville’s (2013) Benchmark Resilience Tool (BRT). The literature outlined below is a
summary of how the field of organizational resilience evolved over time across several disaster
contexts and industries, and the considerations that went into the development of the BRT. After
this discussion, potential limitations in the application of the BRT to the museum field through
the lens of diversity, inclusion, and occupational segregation will be explored. The possibility of
developing a new validated instrument that addresses these gaps through future research will be
proposed.
Most of the literature on organizational resilience in the face of disaster focuses mainly
on organizational failure when scandals, natural disasters, and accidents (including accidents
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related to human error) occur (Paté-Cornell 1993; Liu., Anglin, Mizelle, & Plyer, 2011; Choo
2008; Sheaffer, 1998; Reason, 2000). An example of a scandal is the Vioxx matter, in which
Merck, the manufacturer of the drug Vioxx covered up data that the medication was causing
serious adverse events including heart attack and death (Prakash & Valentine, 2007). An
example of an accident is the infamous case of the accidental fire that took place on the Piper
Alpha offshore platform in 1988, which was the result of a series of management errors within
the responsible organization (Paté-Cornell, 1993). There is also a small body of literature that
describes crisis causation from a management, or “human error” standpoint (Smith, 1990;
Pearson and Mitroff, 1993 Shrivastava et al., 1988; Hwang & Lichtenthal, 2000; Pearson & Clair
1998; Turner, 1976). “Normal accident theory,” in which systems are so complex that an
accident is almost inevitable (Perrow, 1999) is an offshoot of this literature. “High reliability
organization” (HRO) theory, in which highly complex organizations such as air traffic
controllers seemingly should fail, but are structured specifically not to fail (Bierrly & Spender
1995; Bourrier, 2011; Roberts, 1990) also belong to this genre of literature. Some of these
concepts apply to museums and other cultural institutions. Certainly, like any organization,
museums can find themselves facing scandals, such as the sexual harassment scandal that
recently rocked the Philadelphia Museum of Art (Pogrebin, 2020). Museums can also experience
natural disasters such as the fires at the Getty Museum (Schwartz, 2017) and flooding at the
Louvre (Louvre Museum Works to Fend off Floods, 2015). In these ways, existing organizational
resilience literature can confidently be applied to cultural organizations.
While there is ample documentation of the types of situations faced by organizations that
require resilience, there is comparatively less literature on how organizations survive or succeed
in the face of disaster. There is a growing body of work focusing on organizational resilience
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(Seville, Brunsdon, Dantas, Le Masurier, Wilkinson, & Vargo, 2008; Kendra & Wachtendorf,
2003; Corey & Deitch, 2011). The concept of resilience is complicated and has many
dimensions, which has historically made defining and measuring resilience a challenge.
Resilience addresses how people, as either members of groups or individual leaders, manage in
the face of uncertainty. Resilient organizations are preoccupied with detecting failure or signals
that occur before disaster (Marcus and Nichols, 1999; Dekker, 2006; Choo 2008; Sheaffer et al.,
1998; Weick and Sutcliffe, 2007): “resilient organizations continuously question assumptions
about their environment (Lee, Vargo, & Seville, 2013).” Resilient organizations are
preoccupied with detecting failure or signals that occur before disaster (Marcus &ichols, 1999;
Dekker, 2006; Choo 2008; Sheaffe, Richardson, & Rosenblatt, 1998; Weick & Sutcliffe, 2007):
“resilient organizations continuously question assumptions about their environment (Lee, Vargo,
& Seville, 2013).”
Ways that organizations deal with uncertainty vary throughout the literature. According
to the literature, these organizations are creative (Kendra & Wachtendorf, 2003), are able to learn
(Weick, Sutcliffe, & Obstfeld, 2005; Carroll,1998) and they adapt (Vogus & Sutcliffe, 2008).
Terms like “bouncing back” (Hale & Heijer, 2006), “surviving and thriving” (Seville 2009),
absorption (Berkes, 2007), and robustness (Tierney, 2003) are used throughout the resilience
literature. Four abilities have been identified by Hollnagel et al., (2008) that define resilience:
“the ability to respond to various disturbances and to regular and irregular threats, the ability to
flexibly monitor what is going on, the ability to anticipate disruptions, and the ability to learn
from experience (Hollnagel et la., 2008, as cited in Lee, Vargo, & Seville, 2013, pp. 29-30). .”
Adaptability and reliability are essential qualities for organizations to build resilience both in
crisis and non-crisis situations (Mitroff, 2005; Weick & Sutcliffe, 2007; Durodie, 2003).
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Organizations are resilient if they can not only survive but also have adaptability, an ability to
“potentially even thrive, in times of crisis (Seville et al. 2008; p. 18).” Organizations are reliable
when they have “the ability to plan for and withstand disaster (Weick, 2018).” These concepts
and terms provide a theoretical lens through which to view the concept of resilience, but were
not operationalized in such a way that allows us to measure them, such as through incorporation
into a validated instrument.
Adaptability may not be enough for organizations to survive: they need adaptive
capacity. Woods (2006) contends that it takes more than adaptability to be resilient. In addition
to adaptability, organizations much also have “adaptive capacity”: first-order and second-order
(Woods and Wreathall, 2008; Woods, 2006; Vogus and Sutcliffe, 2008). First-order adaptive
capacity is a situation where organizations use principles such as risk management, business
continuity, and other pre-existing plans in place for managing a crisis. The COVID-19 crisis that
impacts museums falls into the other type of adaptive capacity, what Woods and Wreathall
(2008) describe as second-order, in which organizations must respond in a dynamic fashion to
situations outside of anything they could have planned.
Why is organizational resilience important? Organizations that are resilient have an
advantage over organizations that are not resilient (Parsons, 2007). A community with resilient
organizations is going to recover faster and more successfully (McManus et al., 2008). In
addition, organizational and community resilience are interdependent concepts (Dalziell &
McManus, 2004), with organizations offering a level of “social resilience” to communities
(Buckle, 2006). For example, in the case of natural disaster, resilient school systems, power and
water companies, medical services make for a more successful disaster response and recovery.
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What are the challenges of measuring organizational resilience? According to Lee,
Vargo, and Seville (2013), organizational needs with regard to resilience can be described in
four ways: (1) an organization’s need to demonstrate their progress toward resilience; (2)
the need create leading indicators of resilience (instead of lagging indicators); (3) the need to
link competitiveness of organizations to improvements in resilience; and (4) the importance
of making a business case for investments in resilience. It can be challenging to make
resilience a priority in terms of allocation of resources to resilience improvements, since it is
difficult to demonstrate success or progress outside of a natural disaster or other crisis
(Stephenson et al., 2010). For-profit activities are typically easier to measure (Kay, 2010), so
given the choice, many organizations would rather invest in a “sure thing,” than an activity
that is meant to bolster the organization against an event that may never occur.
Lagging indicators, which are based on retrospective data, measure how resilient
organizations were in the past, then use that measure to predict how resilient an organization
will be in the future (Flin, Mearns, O’Connor, & Bryden, 2000). In contrast, leading
indicators measure practices, actions and processes that are observable and that an
organization is currently engaged in, such as cross-organizational communication abilities. It
can be argued that the use of leading indicators versus lagging indicators is better for longterm organizational survival because we are not waiting for an organization to fail before we
take appropriate action (Flin et al.., 2000). The use of leading indicators gives organizations
the opportunity to make changes before a crisis occurs (Lee et al., 2013).
Organizations that are aware of their strengths and weaknesses regarding resilience are in
a better competitive position during both a crisis and regular business circumstances (Knight &
Pretty, 1997). There are many links between organizational resilience and excellence in business.
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For example, “situation awareness,” or the ability to understand and interpret the business
environment for current and future state, is also an important concept in organizational resilience
(Vargo & Seville, 2010). The origins of the concept of situation awareness can be traced back to
military aviation, in which pilots must review their surroundings, understand and assimilate a lot
of information, and act upon that in order to perform (Endsley, 1995). Mitroff (2005); states,
“Smart organizations practice crisis management equally in good and bad times. As a result, they
experience substantially fewer crises and are substantially more profitable” (p. 376) Investments
in resilience must be taken seriously and go beyond insurance to the same level of business case
that one would make to create new staff or purchase equipment (Vargo & Stephenson, 2010).
What are the important factors associated with organizational resilience? Mallak (1998)
surveyed 128 health care executives and identified the following six key factors in resilience:
critical understanding, avoidance or skepticism, goal-directed solution seeking, access to
resources, source resilience, and role dependence. Somers (2009) expanded upon these six
factors to develop the “organizational resilience potential scale” (ORPS), adding measures of
new dimensions of measures to this multidimensional concept. Both Somers (2009) and Mallak
(1998) made important theoretical contributions to the resilience literature. However, their
instruments were not developed using a random sample of diverse industries and organizations,
so additional work needed to be done to make a resilience measurement tool that can be
generalized to a larger population (Lee et al., 2013).
McManus (2008) built upon these theories by using grounded theory to analyze
qualitative interviews to examine resilience qualities of organizations in New Zealand. Based on
this work, organizational resilience can be defined as “...a function of an organization’s overall
situation awareness, management of keystone vulnerabilities and adaptive capacity in a complex,
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dynamic and interconnected environment” (McManus et al. (2008, p. 82). This work
hypothesized a “relative overall resilience (ROR)” model with three factors: management of
keystone vulnerabilities, situation awareness, and adaptive capacity, with five indicators per
factor (15 total).
The ROR is the foundation of Lee, Vargo, and Seville’s (2013) Benchmark Resilience
Tool (BRT), a survey instrument that captures two main themes in resilience and crisis
management Literature: planning and adaptive capacity, which include the theses of
anticipation, resilience, planning, and adaptation (Valle 1999; Wildavsky 1998; Comfort et al.
2001). The purpose of the BRT is to create a measure of resilience, which can be compared
across organizations and to help organizations understand their strengths and weaknesses from a
resilience standpoint so that they can improve. The BRT was validated by surveying 249
employees in 68 organizations out of a sampling frame of more than 1,000 organizations in New
Zealand. The types of organizations represented in the sample are:
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•

“Accommodation, Cafes and Restaurants
Agriculture, Forestry and Fishing
Communication
Construction
Cultural and Recreational Services
Education
Electricity, Gas and Water Supply
Finance and Insurance
Government Administration and Defence
Health and Community Services
Manufacturing
Personal and Other Services
Property and Business Services
Retail Trade
Transport and Storage
Wholesale Trade (Stephenson et al., 2010)”
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A factor analysis was performed, with many of the concepts described above included in the
analysis of the constructs in each domain. Domain constructs were retained or dropped based on
the size of factor loading. The BRT represents the ROR factors and indicators with high factor
loadings in this analysis and is the instrument to be used in this study. Museums, Emergency
Preparedness, and Resilience
Emergency preparedness is an important competency of all cultural institutions,
especially museums and historical archives that maintain resources with the public’s trust. The
AAM considers disaster preparedness and emergency response planning a core standard for all
museums and provide a variety of emergency planning resources on their web site. According to
AAM, essential elements of an emergency response/disaster preparedness plan include being
prepared for all threats and emergencies including human, biological, mechanical, and natural)
(Disaster Preparedness and Emergency Response Plan, 2017). While these resources are
extremely detailed, to date none of them include specific reference to preparedness for a
prolonged closure due to pandemic (Disaster Preparedness and Emergency Response Plan,
2017).
Despite the intense challenges that cultural institutions face at times of natural disasters
(Margottini & Di Buduo, 2016) and other crises, there is limited peer-reviewed literature on the
topic of museums and resilience. The literature that does exist focuses on resilience during
financial crisis (Geller, Salamon, & Mengel., 2010), war (Harrington., Dimitrijević., & Salama,
2018), and natural disaster (Lee, 2018). These studies are largely descriptive and do not look at
resilience in a systematic matter. None of the literature on museums and resilience used a
validated instrument that measures resilience, which makes it impossible to compare or
generalize findings. Museum managers and scholars are starting to explore and report museum
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experiences during the COVID-19 pandemic, specifically surrounding their experiences with and
readiness for pivoting to digital exhibits (Orlandi, 2020; Rich-Kern, 2020); these descriptions can
help to inform dependent variable domain development.

Gender, Cultural Institutions, and Resilience
One of the factors that may be important to museum resilience, but which is not covered
by the key factors and indicators captured in the BRT (see Figure 1) is the disparities created by
gender-based occupational segregation among museum educators and the disproportionate
impact it may have on female employees. In 2016, 79% of museum education department staff
were female (Latest Art Museum Staff Demographic Survey Shows Increases in African
American Curators and Women in Leadership Roles, 2019). In October 2020, it was reported
that in August and September 2020, 800,000 women, but only 216,000 men, left the workforce
(Employment Situation Summary, 2020). The reasons for this are complex, but at least partially
due to the challenges that women face trying to manage the bulk of household tasks, child
rearing, and work during the pandemic (Gupta, 2020). In light of the burgeoning evidence of
apparent hazards of parenting and working while female during a pandemic, it may be the case
that addressing occupational segregation and work-life balance in the museum industry is a
factor that could improve resilience for cultural organizations. This is especially true given the
fact that museums are turning to online educational programs as a key pillar to their survival, and
the majority of the workforce that has expertise in this area are female.
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Figure 1
The Benchmark Resilience Tool (BRT) Key Factors and Indicators
Indicator
Definition
Adaptive capacity
Minimization Minimization of divisive social, cultural, and behavioral barriers, which are
of silos
most often manifested as communication barriers creating disjointed,
disconnected, and detrimental ways of working.
Internal
resources

The management and mobilization of the organization's resources to ensure its
ability to operate during business-as-usual, as well as being to provide the
extra capacity required during a crisis.

Staff
engagement
and
involvement

The engagement and involvement of staff who understand the link between
their own work, the organization's resilience, and its long-term success. Staff
are empowered and use their skills to solve problems.

Information
and
knowledge
Leadership

Critical information is stored in a number of formats and locations and staff
have access to expert opinion when needed. Roles are shared and staff are
trained so that someone will always be able to fill key roles.
Strong crisis leadership to provide good management and decision-making
during times of crisis, as well as continuous evaluation of strategies and work
programs against organizational goals.

Innovation
and
creativity

Staff are encouraged and rewarded for using their knowledge in novel ways to
solve new and existing problems and for utilizing innovative and creative
approaches to developing solutions.

Decision
making

Staff have the appropriate authority to make decision related to their work and
authority is clearly delegated to enable a crisis response. Highly skilled staff
are involved, or are able to make, decisions where their specific knowledge
adds significant value, or where their involvement will aid implementations.

Situation
monitoring
and reporting

Staff are encouraged to be vigilant about the organizations, its performance
and potential problems. Staff are rewarded for sharing good and bad news
about the organization including early warning signals and these are quickly
reported to organizational leaders.
Planning

Planning
strategies

The development and evaluation of plans and strategies to manage
vulnerabilities in relation to the business environment and its stakeholders.
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Participation
in exercise

The participation of staff in simulations or scenarios designed to practice
response arrangements and validate plans.

Proactive
posture

A strategic and behavioral readiness to respond to early warning signals of
change in the organization's internal and external environment before they
escalate into crisis.

External
resources

An understanding of the relationships and resources the organization might
need to access from other organizations during a crisis, and planning and
management to ensure this access.

Recovery
priorities

An organization wide awareness of what the organization's priorities would be
following a crisis, clearly defined at the organization level, as well as an
understanding of the organization's minimum requirements.

Source: Lee, A. V., Vargo, J., & Seville, E. (2013). Developing a tool to measure and compare
organizations’ resilience. Natural Hazards Review, 14(1), 29–41. Reprinted with permission
from the American Society of Civil Engineers (ASCE). This material may be downloaded for
personal use only. Any other use requires prior permission of the American Society of Civil
Engineers. This material may be found at https://doi.org/10.1061/(ASCE)NH.15276996.0000075.

Chapter Summary
Museums and other cultural institutions are facing a huge challenge due to the COVID19 pandemic. Resilience is required by every member of society to survive the pandemic
physically, emotionally, mentally, and financially. It is reasonable to assume that resilience is an
important factor in the survivability of organizations, too. Over the years, various disciplines
have attempted to operationalize and define resilience and related terms; one group created the
BRT, a validated instrument inspired and influenced by much of the work that preceded it (Lee
et al., 2013). This instrument reduced the many concepts and theories of resilience into to
domains: adaptive capacity and resilience. Arts and recreational organizations are included in
the list of industries on this instrument; the authors anticipated that the BRT would be able to
detect resilience factors in cultural organizations such as museums.
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While this study will be useful and informative in examining the concept of resilience in
cultural institutions as measured by the BRT, it is also important to take this opportunity to
identify potential gaps in the resilience literature with regard to the specific challenges faced by
museums in the age of COVID-19. Gender-based occupational segregation of museum education
employees appears to be an area of potential weakness for many organizations. As museums
redirect their activities to virtual and educational offerings, trained museum educators will play
an increasingly important role in the success of these programs. However, if these educators are
overwhelmingly female, and the trend for females to leave the workforce in larger numbers than
men due to the lack of work-life balance during the pandemic continues, it is possible that
museums will not have the internal resources emphasized by the BRT to maintain the necessary
level of productivity to survive.
This study will attempt to measure organizational resilience using the most evidencebased approach available, the BRT. It will also attempt to describe gender-based occupational
segregation in the arts organizations surveyed and explore how the gender makeup of key
personnel might be a threat to organizational resilience. There have been no studies to date on
occupational segregation, diversity, inclusion, and family-friendly office policies in the
organizational literature. While the exploration of these topics will likely result in more questions
than answers, it will represent important progress in understanding the needs of all organizations
in the age of COVID-19.
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CHAPTER 3
Methods
The purpose of this study is to characterize and measure organizational resilience of
cultural institutions as measured by the Benchmark Resilience Tool (BRT); to explore definitions
and predictions of organizational survival; and to determine if perceptions of organizational
resilience differ by gender among cultural organizations in the United States. This chapter will
describe the research design and rationale, study populations, procedures, data analysis, threats to
validity, and ethical safeguards.
Research Design and Rationale

This is a cross-sectional survey of museum and other arts and cultural organization
professionals using Qualtrics internet-based survey methodology. This study design is consistent
with other research designs that use the Benchmark Resilience Tool, which is meant to be used
as a survey instrument in a variety of professional disciplines. The independent, dependent, and
covariate variables are summarized in Table 1. Please see Appendix A for the complete survey
instrument.
Table 1
Variables: Independent, Dependent, and Covariates
Type of variable
Dependent variable

Description
Score for each domain of the BRT:

Leadership

Staff engagement
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Situation awareness

Decision making

Innovation and creativity

Effective partnerships

Leveraging knowledge

Breaking silos

Internal resources

Unity of purpose

Proactive posture

Planning strategies

Stress testing plans
Independent variable

Gender

Covariates

Participant characteristics (senior staff versus
other; tenure of employment in profession and
organization
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As described above, the dependent variables used in this study represent the domains of
the BRT. The independent variable is gender, and covariates are participant characteristics
including senior stafd versus other and tenure of employment in profession and organization. See
Figure 1 for a full list of domains and the questions that are used to calculate them.
Methodology
The target population is employees (as of March 2020) of cultural organizations in the
United States. According to the United States Bureau of Labor Statistics, there were 133,000 in
the Museums, Historical Sites, and Similar Institutions subsector as of December 2020
(Industries at a Glance: Museums, Historical Sites, and Similar Institutions: NAICS 712, 2015).
Sampling and Sampling Procedures
The study is open to United States-based employees of any type of museums, historical
sites, and similar institutions, defined by the Bureau of Labor Statistics as institutions that,
“engage in the preservation and exhibition of objects, sites, and natural wonders of historical,
cultural, and/or educational value” (Industries at a Glance: Museums, Historical Sites, and
Similar Institutions: NAICS 712, 2015). Participants do not need to be currently employed by the
institution to participate (due to the fact that many museums closed or laid people off), but must
have been employed at the institution in March 2020 (beginning of the pandemic). Participants
who do not meet the above inclusion criteria will be excluded.
Within the Qualtrics online survey environment, participants will be asked the following three
screening questions before they are allowed to proceed to the survey. If they answer no to any of
these questions, they will be directed to a screen that states, “Thank you for your interest. You are
not eligible to participate in this survey.”
1. Did you work for a museum or other cultural institution in May, 2020?
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a. Yes
b. No
2. Do you live in the United States?
a. Yes
b. No
Procedures for Recruitment, Participation, and Data Collection
Recruiting will take place through the American Alliance of Museum’s Professional
Community Forum, Museum Junction, which has more than 59,000 members (Home – Museum
Junction, 2021). The principal investigator is a member of the private forum and announced the
survey. The survey enrollment period was one month. The reason that the survey was not be
announced on general social media is the desire to attract active museum employees and reduce
the number of people who are not museum employees who fill out the survey. Please see
Appendix B for forum title and post that accompanied the link to the online survey.
Instrumentation and Operationalization of Constructs
The Benchmark Resilience Tool (BRT) was the foundation for the survey, supplemented
with questions specific to COVID-19 pandemic experiences and organizational survival (Brown
et al., 2017).
Branching logic was built into Qualtrics programming to mask the third section for the nonsenior staff. The survey took participants approximately 20-30 minutes to complete. See
Appendix C for letter from the instrument license holders approving the use of the instrument in
this study. The BRT was supplemented with additional questions related to organizational
characteristics specific to the museum industry and COVID-19-specific experiences. The
addition of these questions did not impact the validity of the key domains of the BRT in any
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way. These questions are based on the American Alliance of Museums’ October 2020 survey
questions on the impact of COVID-19 on the museum industry (American Alliance of Museums,
2020). Adopting these additional questions will also support interoperability of data sets if that is
explored at some time in the future.
Data Analysis Plan
Research Questions and Hypotheses
What is the resilience of United States cultural institutions as measured by the
Benchmark Resilience Tool (BRT)?
Does resilience differ by gender?
H0 Controlling for participant and organizational characteristics, organizational resilience
does not differ by gender.
HA Controlling for participant and organizational characteristics, organizational resilience
does differ by gender.

Statistical Analysis
Scoring instructions were provided by the author of the instrument when permission to
use the instrument was granted. Both overall and domain-specific scores were calculated and
used in statistical models. Overall summary and descriptive statistics were be used to
present participant and organizational characteristics as well as overall responses to survey
questions. Stratified analyses were performed to compare survey responses between respondents
with characteristics of interest such as professional role and years of experience. Bivariable
analyses will include Pearson χ2 and Fisher’s Exact tests for categorical variables, and ttest/ANOVA/ANCOVA or the Wilcoxon-Mann-Whitney test for continuous variables as
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appropriate. An ANOVA with post-hoc testing was used to detect differences in resilience
domain scores between categorical variables representing professional and organizational
characteristics. Multivariable models were built using those factors identified as significant in the
bi-variate models.
Statistical analyses were carried out using SPSS 27. Two-sided p-values <0.05 will be
considered statistically significant. Open-ended responses were analysed using NVivo qualitative
software, if heterogeneity of responses warrants it, using a thematic analysis framework inspired
by Grounded Theory. Grounded Theory is an inductive process that constructs theories from
qualitative data. A “line by line” coding approach was taken, with each line of qualitative
information receiving a code; these codes are later refined into focused thematic categories
(Charmaz, 2006).
The rationale for inclusion of the specific covariates outlined above is as follows: the
museum industry is not homogeneous. There are a variety of business models, sizes, and
strategies that must be accounted for during statistical analysis that attempts to predict real or
perceived survival in a pandemic. For example, a large, federally funded museum is unlikely to
be the first to permanently close its’ doors, regardless of whether it receives high scores on the
BRT. This is because the organization is currently not depending upon ticket sales or generating
immediate revenue from private sources in order to survive. Understanding these characteristics
and including them in the model as appropriate, will help to provide context in the interpretation
of results.
Threats to Validity
This study presents several threats to validity which were addressed to a large extent in
the study design, recruiting approach, and statistical analysis. The cross-sectional, online,
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anonymous nature of this survey is the largest threat to both external and internal validity.
Qualtrics provides verification utilities to help ensure that respondents are not coming from
automated bot accounts. All such resources will be utilized to the extent practical in the conduct
of this study. However, there is no way to completely verify the identity of each respondent with
100% confidence. Using the planned methodology above, a number of steps were taken in the
recruiting phase to help to reduce the likelihood that someone besides a person who genuinely
meets the inclusion criteria are able to access the survey. For example, recruiting took place in a
private, members-only group for museum professionals. This helped to ensure that respondents
are truly museum professionals. Another threat to external validity is the challenge in
generalizing responses to the entire museum industry. There is no way to control for all of the
types of cultural institutions from which respondents came. The hope is that the sample size is
sufficiently large enough to result in a sample that is representative of the industry at large. A
similar challenge was in the distribution of participants by job category. Those who participated
in the online, professional organization through which we recruited may have characteristics that
are different from the rest of the industry, thus introducing selection bias to the study.
Anecdotally, there appears to be a wide variety of participants from students to interns to early
career professionals to executive level workers who participate in the online forum. However,
the unpredictable composition of the group could present a threat to validity of this study.
Because of this, it is highly important to collect data on these participant characteristics and
allow analysis of these characteristics guide our interpretation of the data.
Ethical Procedures
The researcher ensured that adherence to human subjects protections were prioritized
throughout the course of the study. The methods outlined in this chapter were closely adhered to
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for ethical reasons and as a way to ensure reliability and validity of the study. There are only
minimal risks to human subjects associated with this study. All participants were be 18 years of
age or older and viewed the following IRB-required statement before agreeing to participate in
the study “I agree to participate in this study and understand I have the right to withdraw at any
point.” Additionally, all data are stored in a secure location and will be erased after three years,
which will minimize any long-term confidentiality risks.
Names and other identifying characteristics were not collected. Survey answers were
stored initially with Qualtrics.com in a password protected electronic format. Data were later
downloaded and stored on a password protected cloud drive maintained by West Chester
University of Pennsylvania. Records will be destroyed three years after study completion.
From Qualtrics.com security statement: “Qualtrics servers are protected by high-end
firewall systems and scans are performed regularly to ensure that any vulnerabilities are quickly
found and patched. Application penetration tests are performed annually by an independent
third-party. All services have quick failover points and redundant hardware, with backups
performed daily. Access to systems is restricted to specific individuals who have a need-to-know
such information and who are bound by confidentiality obligations. Access is monitored and
audited for compliance. Qualtrics uses Transport Layer Security (TLS) encryption (also known
as HTTPS) for all transmitted data. Surveys may be protected with passwords. Our services are
hosted by trusted data centers that are independently audited using the industry standard SSAE18 method. In April 2018, Qualtrics achieved ISO 27001 certification. The direct link to the
information and certificate is: https://www.schellman.com/certificatedirectory?certificateNumber=1723268-3. To independently verify the status of the certification,
please visit https://www.schellman.com/certificate-directory (Security Statement, 2020).”
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Summary
The Benchmark Resilience tool BRT is an appropriate instrument to use to measure the
organizational resilience of cultural institutions in the United States during the time of the
COVID-19 pandemic. The instrument is designed to be used in a broad cross section of
industries, including cultural and recreational organizations. It asks questions that are appropriate
for organizations of every type and structure. To enhance the relevance of the questions,
industry-specific characteristics will be collected along with the BRR to make the results
interoperable with current literature on the subject. The sampling frame and recruiting strategy
will provide ample participation to allow for meeting the study goals. The sample size is
calculated to be representative of all organizations in this sector. Descriptive analysis will
provide useful information on the overall resilience of organizations. Bivariable analysis and
multivariable logistic regression will provide a more in depth understanding any differences in
resilience by gender, controlling for important professional and organizational characteristics.
All recommendations of the West Chester University Institutional Review Board wereollowed to
ensure the safety and integrity of human subjects involved in this study.
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CHAPTER 4
Results
At the beginning of this chapter, the sample’s participant and organizational
characteristics will be summarized, providing important context to the results of the detailed
analysis of the research questions that follow. Next, the study’s two research questions will be
answered through the presentation of an extensive analysis of participants’ emergency
preparedness, experiences during the pandemic, indicator scores, and gender differences. A
detailed discussion that links these results to the research questions and proposes
recommendations for applying this analysis to public administration follows in Chapter 5.
Participant characteristics
The study had 48 participants representing 24 unique states. The sample was
overwhelmingly female (70%) and older in age with more than half of the respondents age 51
and older. Participants represented a mix of levels within their organization of employment with
more than half reporting that they are middle-management or above. All participants have
worked in the cultural/museum industry at least one year with nearly half (48%) of the
participants working in the industry for 21 years or more. All respondents worked at their
organization at least one year, with the majority working in their organization at least four years.
Almost all (95%) participants consider themselves to be full-time workers while only (5%) are
part-time workers. None of the participants describe themselves as contract workers (See Table
2).
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Table 2
Participant Characteristics
Participant Characteristics

n

%

Male

11

28.21

Female

27

69.23

Other

1

2.56

Prefer not to say

0

0.00

Alabama

1

2.56

Arkansas

1

2.56

California

4

10.26

Colorado

1

2.56

Florida

2

5.13

Illinois

1

2.56

Indiana

2

5.13

Louisiana

1

2.56

Maryland

2

5.13

Massachusetts

1

2.56

Michigan

1

2.56

Minnesota

2

5.13

Missouri

2

5.13

New Jersey

1

2.56

New Mexico

1

2.56

New York

2

5.13

North Carolina

1

2.56

Ohio

2

5.13

Pennsylvania

2

5.13

South Carolina

1

2.56

Texas

2

5.13

Virginia

3

7.69

Washington

1

2.56

Are you:

50 States, D.C. and Puerto Rico
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Wisconsin

2

5.13

20 or under

0

0.00

21-30

3

7.50

31-40

7

17.50

41-50

7

17.50

51-60

13

32.50

61+

10

25.00

What is your age?

Which of these levels best describes your position within your organization? (please check one)
Senior management

16

39.02

Middle management

8

19.51

Supervisor/team leader

5

12.20

Staff

11

26.83

Other

1

2.44

<1 year

0

0.00

1-3 years

1

2.50

4-10 years

12

30.00

11-20 years

8

20.00

21+ years

19

47.50

<1 year

0

0.00

1-3 years

11

27.50

4-10 years

18

45.00

11-20 years

8

20.00

21+ years

3

7.50

Part-time

2

5.00

Full-time

36

95.00

How long have you worked in your industry?

How long have you worked at your organization?
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Organizational characteristics
With regard to the main activity of the organization, 20% of respondents describe their
organization as a history museum or historical society; 16% describe their organization as an art
museums; 7% are science, technology centers or museums; 7% historic house, 2% natural
history/anthropology organization, 2% specialized museum, 2% aquarium, and 11% other. All
but one of the participants who answered the question about their type of organization reported
working for a public or nonprofit organization (97%). Nearly all (97%) of the respondents work
at public/nonprofit organizations. This likely due to the fact that most museums in the United
States fall into the public/nonprofit category (Bell, n.d.), so the forum through which participants
were recruited was likely overrepresented by people who work in the public or nonprofit sector.
See Table 3.
None of the participants described their organization’s profitability as "highly profitable.”
Fifty percent of those who answered this question described their organization as breaking even
and 17% described their organization as unprofitable. Most participants rate their organization’s
cash flow as satisfactory or above. Only 38% of participants reported that their organizations
conducted a staff satisfaction survey in the past two years; of those only three or 10%, reported a
low satisfaction score. The remaining responses rated their organizations most recent staff
satisfaction score as satisfactory or above. Participants were asked to describe the organization’s
current level of debt. Of those who answered this question, 47% reported minimal or no debt.
Forty-three percent of respondents describe the organization’s current growth trajectory as
growing slowly while 23% reported their growth trajectory as growing rapidly.
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Table 3
Organizational Characteristics
n

%

Art Museum

7

15.91

Historic House/Site

3

6.82

History Museum/Historical Society

9

20.45

Natural History/Anthropology

1

2.27

Science/Technology Center/Museum

3

6.82

Specialized Museum

1

2.27

Aquarium

1

2.27

Other

5

11.36

Private/For-profit

1

3.33

Public/Not-for-profit

29

96.67

Highly profitable

0

0.00

Moderately profitable

5

16.67

Breaking even

15

50.00

Unprofitable

5

16.67

Don’t know

5

16.67

High surplus

6

20.69

Low surplus

6

20.69

No surplus

6

20.69

Low deficit

0

0.00

High deficit

0

0.00

Don’t know

11

37.93

Excellent

7

24.14

Good

9

31.03

Satisfactory

7

24.14

What is the main activity of your organization?

Which of the following best describes your organization?

How would you rate your organization's profitability?

How would you rate your organization's surplus?

How would you rate your organization’s cash flow?
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Poor

1

3.45

Very Poor

0

0.00

Don't know

5

17.24

Yes

11

37.93

No

18

62.07

Very high

1

3.33

High

4

13.33

Satisfactory

5

16.67

Low

3

10.00

Very Low

0

0.00

Don’t know

2

6.67

Not applicable

15

50.00

Very high debt

1

3.33

High debt

1

3.33

Moderate debt

6

20.00

Minimal / No debt

14

46.67

Don’t know

8

26.67

Growing rapidly

7

23.33

Growing slowly

13

43.33

Neither growing nor declining

5

16.67

Slowly declining

2

6.67

Rapidly declining

0

0.00

Don’t know

3

10.00

0-3 years

0

0.00

4-9 years

0

0.00

10-49 years

9

31.03

More than 50 years

20

68.97

Has your organization used a staff satisfaction survey in the last two years?

How would you rate your organization’s most recent staff satisfaction score?

How would you describe your organization’s current level of debt?

How would you describe your organization’s current growth trajectory?

How many years has your organization been operating?
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What is your organization’s average annual staff turnover over the last 5 years?
0 – 5%

8

27.59

6 – 10%

3

10.34

11 – 20%

2

6.90

21 – 40%

5

17.24

41% +

1

3.45

Don’t Know

10

34.48

No

4

14.29

Maybe

9

32.14

Don't know

4

14.29

Yes

11

39.29

Does your organization have back-up Information Technology (IT) facilities?

Emergency preparedness
Emergency preparedness is a key factor in organizational resilience. Participants were
asked if their organization had the following roles and corresponding plans: risk management,
crisis management, emergency management, and business continuity. With the exception of
emergency management, fewer than 50% of organizations had roles or plans at their organization
representing these areas. Four percent of respondents had none of these plans and another four
percent did not know if their organization had these rules or plans (Table 4). Participants were
asked if their organization’s plans were of a sufficient standard to be useful in an emergency.
Overall, 47% of respondents felt that the plans were sufficient. Thirty-one percent answered that
they did not know if their plans were sufficient (Table 5). When asked how frequently the plans
were tested, most said annually, while some said hardly ever (Table 6).
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Table 4
Organization roles and plans
Yes, our organization has this
role
Role Plan
n
%

Yes, our organization has this
plan
n
%

Risk management

20

23.53

19

24.36

Crisis management
Emergency
management
Business continuity

16

18.82

15

19.23

23

27.06

26

33.33

18

21.18

12

15.38

None of these

5

5.88

3

3.85

Don’t Know

3

3.53

3

3.85

Table 5
Sufficiency of planning
Are your organization’s plans of a
sufficient standard to be useful in an
emergency? (Please check one)

n

%

Yes

15

46.9

No

7

21.9

I Don't Know

10

31.3

Table 6
Frequency of Plan Testing
Frequency of Plan Testing
Type of Plan
Business
Continuity Plan
Emergency Plan
Crisis Plan

N/A

Twice a year

Annually

Every two years Hardly ever

n

%

n

%

n

%

n

%

n

%

9

50.00

0

0.00

5

27.78

1

5.56

3

16.67

5

17.86

1

3.57

14 50.00

0

0.00

8

28.57

11 45.83

1

4.17

9

0

0.00

3

12.50

37.50
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Interdependencies
Participants were asked about their ability to continue operations after the disruption of
various lifelines (Table 7). Of those who answered, “could not function at all” without the
lifelines, transportation, such as road, rail, airport, and ports have the lowest impact on ability to
function, while electricity, sewage, and water supply have the highest impact on ability to
function.
Table 7
Ability to continue operations after the disruption of various lifelines
Duration organization can operate without lifeline service
Lifeline service
disrupted

Could not
function
n

%

Electricity

15

48.39

Sewage

13

Data Network

Hours
n

%

Days

Weeks

Months

n

%

n

%

n

%

6 19.35

3

9.68

3

9.68

4

12.90

41.94

7 22.58

8

25.81

1

3.23

2

6.45

9

29.03

9 29.03

8

25.81

3

9.68

2

6.45

Water Supply

9

29.03

5 16.13 12 38.71

2

6.45

3

9.68

Gas

6

20.69

5 17.24

8

27.59

5

17.24

5

17.24

Road Network
Phone Networks (Cell &
Landline)
Fuel

6

20.00

2

6.67

10 33.33

6

20.00

6

20.00

5

17.86

1

3.57

14 50.00

0

0.00

8

28.57

0

0.00

2

6.67

9

30.00 10 33.33

9

30.00

Port

0

0.00

0

0.00

2

6.67

2

6.67

26 86.67

Rail

0

0.00

0

0.00

1

3.23

1

3.23

29 93.55

Airport

0

0.00

0

0.00

0

0.00

4

12.90 27 87.10
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Key risks
Participants were asked to rank their top five risks that could cause a crisis in their
organization (Table 8). The following are the top risks reported by respondents, in descending
order:
1. Financial crisis
2. Major accident or fire
3. Reputation damage
4.Pandemic
5.Severe weather (e.g. storm, tornado)
Table 8
Risks That Could Lead to Crisis
Think of the overall highest risks that could lead to crisis for your organization, please tick the
top 5 in the list below
Ranking Table
1

2

n

%

Financial crisis

7

26.92

Major accident or fire

7

Reputation damage
Pandemic (e.g. COVID-19,
influenza, bio-security)
Severe weather (e.g. storm,
tornado)
Earthquake

%

n

4

5

%

n

%

n

%

10 38.46 6

23.08

2

7.69

1

3.85

33.33

5

23.81 2

9.52

5

23.81

2

9.52

4

21.05

3

15.79 2

10.53

2

10.53

8

42.11

4

21.05

2

10.53 8

42.11

4

21.05

1

5.26

3

33.33

3

33.33 1

11.11

1

11.11

1

11.11

2

33.33

0

0.00

2

33.33

1

16.67

1

16.67

Staffing issues

2

10.53

3

15.79 4

21.05

9

47.37

1

5.26

Failure of a key supplier

1 100.00

0

0.00

0

0.00

0

0.00

0

0.00

Tsunami

1 100.00

0

0.00

0

0.00

0

0.00

0

0.00

Volcanic activity

1 100.00

0

0.00

0

0.00

0

0.00

0

0.00

Landslides

1 100.00

0

0.00

0

0.00

0

0.00

0

0.00

Terrorism

1

1

50.00 0

0.00

0

0.00

0

0.00

50.00

n

3
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Bushfire

1

50.00

0

0.00

1

50.00

0

0.00

0

0.00

Technological change

1

20.00

0

0.00

0

0.00

2

40.00

2

40.00

Climate Change

1

33.33

0

0.00

0

0.00

0

0.00

2

66.67

Information security breach

1

16.67

2

33.33 0

0.00

0

0.00

3

50.00

Flooding
Loss of critical services (e.g.
electricity, water, gas, telecom)
Loss of a key customer

1

12.50

1

12.50 2

25.00

3

37.50

1

12.50

0

0.00

3

27.27 3

27.27

2

18.18

3

27.27

0

0.00

2

50.00 0

0.00

0

0.00

2

50.00

Fraud

0

0.00

1

20.00 1

20.00

2

40.00

1

20.00

Regulatory changes

0

0.00

0

0.00

1

50.00

1

50.00

0

0.00

Contamination

0

0.00

0

0.00

1 100.00 0

0.00

0

0.00

Litigation

0

0.00

0

0.00

0

0.00

1 100.00 0

0.00

Drought (water shortage)

0

0.00

0

0.00

0

0.00

0

0.00

1 100.00

Other

0

0.00

0

0.00

0

0.00

0

0.00

2 100.00

Experiences during the pandemic
Eighty-five percent of respondents described COVID-19 as a crisis in their organization.
All but one who responded to the question reported that their organization did temporarily close
to the public during COVID-19. Thirteen percent are currently closed. Many reported that their
hours were cut (25%); that they were furloughed (25%) that they had to lay off their own staff
(50%). Sixty percent responded to the question about how severe COVID-19 was for their
organization that it definitely challenged them and was very disruptive; 30% reported that it was
moderately disruptive; seven percent reported that it challenged their organization but was not
overly disruptive; one participant reported that it almost shut them down permanently. When
asked if they think that their organization will be open for business in twelve months, almost all
who responded to the question (94%) said yes; two responded “Maybe” and no one said that they
did not believe that their organization will not be open in twelve months. See Table 9.
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Table 9
COVID-19-specific experiences
n

%

Yes

27

84.38

No

5

15.63

Would you describe COVID-19 as a crisis in your organization?

I Don’t Know
0
0.00
Did your organization temporarily close to the public due to COVID-19 at some point
this year?
Yes
31
96.88
No

1

3.13

Yes

4

12.50

No

28

87.50

Yes, I was laid off/furloughed

4

25.00

I had to lay off/furlough staff

8

50.00

Yes, my hours were cut permanently.

0

0.00

Yes, my hours were cut temporarily

4

25.00

We dealt with it as part of business-as-usual

0

0.00

It challenged us but was not overly disruptive

2

6.67

It definitely challenged us and was moderately disruptive

9

30.00

It definitely challenged us and was very disruptive

18

60.00

It almost shut us down permanently

1

3.33

It did shut us down permanently

0

0.00

Don’t know

0

0.00

Yes

29

93.55

Maybe

2

6.45

No

0

0.00

Is your organization currently closed?

Were you laid off or furloughed during COVID?

How severe was COVID-19 for your organization?

Do you think that your organization will be open for business in 12 months?
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Qualitative Analysis
Qualitative analysis was performed to analyze the open-ended questions regarding
experiences during COVID-19. Several themes emerged, including:
•

Loss of income

•

Staff furlough/lay off

•

Staff stress/anxiety/morale

•

Switch to digital/virtual content

•

COVID hygiene regulations

•

government grants (CARES)

•

Work from home challenges

•

Enormity of the devastation

•

“Silver linings”

One of the biggest challenges faced by museum workers who responded to our survey are the
challenges regarding working from home and switching to digital/virtual contact. Some reported
that certain jobs were impossible to do virtually. Indeed, people who handle artwork and create
displays are incapable of doing that work from home. This created a great deal of stress and
anxiety for museum workers at all levels who had to pivot to various alternatives during
mandatory lockdown. For example, one participant stated, “We also had to pivot to provide most
of our services online at a time when we had no staff with the appropriate skills.” Some reported
that they were unable to hold their annual fundraiser annual face-to-face fundraisers, sometimes
two years in a row, which are often extremely important to cultural organizations. Some
organizations, however, reported in their qualitative responses that they actually were able to do
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work that they were otherwise unable to do outside of the pandemic. Stated one participant, “On
the positive side, the change to virtual programming allowed us to expand our audiences and we
anticipate keeping some of that program even as we add back in-person events.” See Appendix
D for all qualitative responses organized by theme.
Indicator scores
The BRT is divided into thirteen different domains which consist of multiple questions
each (see Appendix E for an outline of questions by domain). These questions are have been
statistically validated to determine that they represent a variety of themes (Lee, Vargo, & Seville,
2013). Higher scores imply higher levels of organizational resilience in these areas.
The highest scores domain scores for respondents were in proactive posture, planning
strategies, leadership, situational awareness, and staff engagement. The lowest were in stress
testing plans, internal resources, innovation and creativity, and decision-making (See Table 10).
Table 10
Mean Indicator Scores
Indicator

M

SD

Proactive posture

44.50

12.01

Planning strategies

39.47

9.97

Leadership

29.55

8.23

Situation awareness

29.49

8.37

Staff engagement

25.86

6.16

Breaking silos

25.62

6.21

Effective partnerships

25.74

7.76

Unity of purpose

24.33

8.13

Leveraging knowledge

23.88

6.85

Decision making

15.37

4.17

Innovation and creativity

14.89

4.42

Internal resources

14.74

4.67
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Stress testing plans

8.44

3.93

Gender differences
Compared to female respondents, male respondents consistently rated organizational
resilience higher across every domain, with Internal Resources (t(30) =2.05, p=0.05),and the
Unity of Purpose (t(29)=2.19, p=0.04) domains being statistically significant at p <= .05. Males
also rated the Effective Participation domain higher than females, approaching significance
(t(31) =1.93, p=0.06). See Table 11.
Table 11
BRT Domains by Gender
Male

Female

t

p-value

M

SD

M

SD

Decision making

16.20

3.77

14.96

4.49

0.77

0.45

Innovation and Creativity

15.80

3.79

14.63

4.84

0.68

0.50

Effective Partnerships

29.89

5.25

24.13

8.30

1.93

0.06

Leveraging knowledge

25.56

6.84

23.00

7.08

0.93

0.36

Internal Resources

17.33

3.84

13.74

4.65

2.05

0.05

Unity of Purpose

29.00

6.10

22.36

8.19

2.19

0.04

Proactive Posture

49.22

11.24

42.25

12.28

1.45

0.16

Planning Strategies

42.11

12.19

38.57

9.49

0.86

0.40

Stress Testing Plans

9.33

3.61

7.86

4.16

0.92

0.36

Leadership

33.70

8.15

27.96

8.17

1.90

0.07

Situational Awareness

33.20

7.96

28.36

8.48

1.55

0.13

Staff engagement

29.60

5.54

24.60

6.10

2.25

0.03

Differences by staffing level
Differences in key indicator score by staffing level was explored because the results of
the bivariable analysis could be important in multivariable regression model building. Senior
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management recorded higher resilience scores in nearly every domain of the BRT. These
differences were statistically significant for the following domains: Decision Making (F=4.7,
p<.001); Staff (F=4.51, p<.001); and Unity of Purpose (F=5.48, p<.001). See Table 12.
Table 12
BRT Domains by Professional Role
Which of these levels best describes your position within your
organization? (please check one)

Are you:

Senior
management

Middle
management

M

SD

M

SD

18.31

1.38

13.43

2.15

17.00

2.72

13.00

4.97

28.43

3.32

22.57

8.40

25.71

4.98

22.50

6.47

16.86

3.39

14.00

4.10

Unity of Purpose

29.62

4.19

18.50

6.60

Proactive Posture

49.54

8.19

38.67

11.91

43.85

6.30

35.67

9.63

9.31

3.28

7.00

4.00

Leadership

33.44

6.99

25.43

6.53

Situational
Awareness

33.20

6.05

25.43

6.85

Staff engagement

29.47

3.70

22.71

5.19

Decision making
Innovation and
Creativity
Effective
Partnerships
Leveraging
knowledge
Internal
Resources

Planning
Strategies
Stress Testing
Plans

Supervisor /
Team
Leader
M
SD
3.0
16.50
0
4.2
15.50
0
2.0
29.50
8
2.2
26.75
2
2.9
15.00
4
2.6
26.50
5
9.8
44.75
8
11.
35.75
09
3.5
6.75
9
8.5
26.50
8
8.4
27.75
6
3.9
25.00
2

Staff
M
12.5
0
13.1
0
22.7
0
21.0
0
12.1
0
20.1
0
40.0
0
37.3
3
8.89
27.1
0
26.6
0
22.1
0

F

pvalue

5.64

6.21

<.001

5.43

2.22

0.11

11.29

1.92

0.15

9.58

1.27

0.30

5.99

2.33

0.09

10.00

5.47

<.001

16.83

1.67

0.20

12.96

1.52

0.23

4.94

0.75

0.53

9.59

2.47

0.08

10.67

2.18

0.11

7.26

4.96

<.001

SD
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Differences by other key participant and organizational characteristics
Domain scores by organizational budget, turnover, age of organization, and length of
time that the participant has worked in the industry were all assessed using ANOVA; there were
no significant differences between groups.
Multivariable regression model
Multivariable linear regression was performed to assess the relationship between the
independent variable, gender, on the domains revealed to be significantly associated with both
gender and staffing role in bivariable analysis: Unity of Purpose and Staff Engagement. Dummy
variables were created for the staffing type variable so that they could be included as covariates
in the model.
Because professional role was significantly associated with several BRT domains in
bivariable analysis, it was added as a covariate in the multivariable model predicting the domain
score. Both gender and staffing role are associated with resilience, and, based on the literature, it
is plausible that a woman in a position of less power at the organization might have a different
perspective than her male counterparts. Therefore, it is important to assess the potential
interaction of gender and staffing level. Unfortunately, due to small subgroup size (for example,
only 11 respondents are male, which is in alignment with the aforementioned gender segregation
of this field), there are not enough participants in each cell to meet the required assumptions for
interaction and to draw meaningful inferences about the results of a regression model with that
interaction term. Separate regression analyses were conducted for the domains of Unity of
Purpose and Staff Engagement. The results are shown in Tables 13 and 14. For Unity of Purpose,
female gender remained significant in the model even when Staff level role was added as a
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covariate, but staff just missed significance (p=.053), something that may have been significant
with a larger sample size (F (2, 30) = 4.69, p = .017, R2 = .25). For Staff Engagement, both
gender and Staff level role remained significant in the model (F (2, 33) = 5.28, p = .011, R2 =
.25).

Factors

Table 13
Final Regression Model: Unity of Purpose
(n=31)
Adjusted b
Standard Error

t

P-valueb

Female gender

(95% CI)a
-7.0 (-12.91, -1.07)

2.89

-2.42

.02

Non-supervisory role

-5.8 (-11.76, -.08)

2.89

-2.02

.05

t

P-valueb

Factors

Table 14
Final Regression Model: Staff Engagement
(n=34)
Adjusted b
Standard Error

Female gender

(95% CI)
-4.91 (-9.30, -.515)

2.15

-2.28

.03

Non-supervisory role

-5.43 (-9.82, -1.04)

2.15

-2.52

.02
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CHAPTER 5
Discussion and Conclusion
After the novel coronavirus (COVID-19) was declared a pandemic, most jurisdictions in
the United States required institutions open to the public to close their doors. Without visitors,
many cultural institutions faced an existential crisis, and scrambled to find creative ways to stay
afloat. Adding to the challenge is the unusual aspect of the COVID-19 emergency, in which
parents and children often worked and attended school at home. Gender disparities and
professional role might also impact real and perceived threats to organizational survival. There
have been no published studies on the organizational resilience of cultural organizations such as
museums using validated instruments. The goal of this cross-sectional online survey study was to
measure the organizational resilience of cultural institutions using The Benchmark Resilience
Tool (BRT). This chapter discusses the study findings in the context of the study’s two research
question and the literature review in Chapter 2 and provides recommendations for next steps to
guide researchers, museum leadership, public administrators, and academic institutions.
The research questions are:
Research Question 1: What is the organizational resilience of United States cultural
institutions as measured by the Benchmark Resilience Tool (BRT)?
Research Question 2: Does perception of organizational resilience of cultural institutions,
as measured by the BRT, differ by gender?
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Findings Related to Research Question 1: Organizational Resilience of Cultural
Organizations
Emergency Planning Stress Testing Plans
A key finding of this study as it relates to Research Question 1 is that participants’
organizations fail to regularly plan or drill for emergencies, despite the fact that financial crisis,
major accident or fire, reputation damage, pandemic, and severe weather were rated by
participants as high risk for creating a crisis at their organization. Cultural institutions are, by and
large, unprepared for emergencies. This is reflected in their lack of emergency planning and
testing of emergency plans that do exist. The dearth of literature specific to emergency
preparedness among cultural institutions is reflected in the lack of emergency planning reported
by respondents. While there are many organizations that offer emergency preparedness to
cultural institutions, a literature review did not reveal any current preparedness guides that
addressed the concerns specific to this pandemic: a lockdown of society, a long-term closure of
in-person activities including work and school and extended remote working. Academic museum
curation programs and arts public administrators have a unique opportunity to fortify the
resilience of organizations with stronger technical support for emergency planning.
The good news is, that while the cultural organizations represented by our sample have
challenges with developing emergency plans and testing those plans, they have a strong capacity
for planning and responding to change. The highest mean domain scores in this sample are
Proactive posture and Planning Strategies. Proactive posture is “a strategic and behavioral
readiness to respond to early warning signals of change in the organization’s internal and
external environment before they escalate into crisis;” Planning strategies is defined as, “The
development and evaluation of plans and strategies to manage vulnerabilities in relation to the

50
business environment and its stakeholder (Lee et al., 2013, p. 34).” While this study found no
evidence that any of the organizations represented in the survey planned for a pandemic
specifically, a sense of the proactivity and planning capacity of some organizations can be
gleaned from some of the open-ended comments by participants. For example, one participant
said, “While we were closed, we did manage to do some work that we normally would not have
done--renovations of displays and even the addition of a couple of displays.” Optimism is
warranted that, once exposed to proper emergency and crisis planning concepts, the
organizations will be able to implement these plans and improve their resilience scores in the
Stress testing domains.
Financial concerns
During the COVID-19 pandemic, cultural organizations are forced to do more with less.
Participants listed financial crisis as one of the top risks to their organizations, yet these
organizations are among the most vulnerable to pandemic-related financial loss. Mass closings
brought ticket sales to a grinding halt. New remote working arrangements interrupted
development initiatives, and the inability to conduct in-person events threatened the biggest
annual fundraisers. These challenges might be more easily addressed moving forward now that
technology for virtual events is more commonplace.
Working From Home and the Digital Programming Pivot
The early literature surrounding museums in the pandemic predicted the importance of
pivoting to digital continent during the pandemic, as this is something that can be managed from
home during a time when organizations were not allowed to have their doors open to the public.
This study reveals that the pivot to digital content was not the solution for all the problems faced
by museums. This could, in part, be due to the pre-existing limitations on developing digital

51
content for publicly funded cultural organizations discussed in Chapter 1, as all but one of the
respondents to this study report working for a publicly-funded organization.
As one participant described, it was not easy for every organization to pivot to digital
contact with the flick of a switch. Not all museum roles were easily converted to remote
working. Participants described circumstances where some roles must be performed on site.
Some organizations did not have flexibility around telework arrangements; the absence of
established policy became a barrier to employees. For example, one employee who was pivotal
in a major fundraising effort had to quit his job because he had a medically fragile child who
could not be in daycare and his employer would not allow him to work from home due to lack of
policy. Reported the respondent, “A lot of the momentum around that project was lost, as was
one of our primary advocates for it who left his position when working from home
accommodations could not be made (he has an immuno-comprised 2 yr old daughter they could
not put in day care).”
Further, while many rules translated easily to work from home arrangements, museums
are very hands-on organizations; participants described many roles that simply could not be
converted to work from home positions. Reported one respondent, “Some fulltime staff can work
at home in traditional business positions (marketing, management, sales, executive, and
accounting). Others need to work on campus because they maintain the facilities, or take care of
our collections (both historical and living).”
As evidenced by several qualitative comments, staff anxiety is at an all-time high with
morale at an all-time low. Participants report a high level of stress and pressure placed on
colleagues who were not furloughed. This stress, in part, could explain differences in some of the
mean resilience domain scores by staffing level. One respondent summarized it as follows, “The
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staff remaining have had extended periods of stress and anxiety. We're now in the position of
starting to grow again but without a clear timeline of when we can return to "normal".”
The results of the survey provide us with guidance for how cultural organizations can
bolster their resilience now and prepare for future crisis situation. Emergency planning and stress
testing should be very high priorities. There are several different organizations and services that
can support this, including The Resilience Playbook team (The Resilience Playbook, 2020).
Findings Related to Research Question 2: Gender Differences in Organizational Resilience
Compared to female respondents, male respondents consistently rated organizational
resilience higher across every domain, with Staff Engagement and Unity of Purpose as the two
domains with statistically significant differences between genders. Staff engagement is defined
as, “The engagement of staff who understand the link between their own work, the
organization’s resilience, and its long-term success. Staff are empowered and use their skills to
solve problems (Lee et al., 2013, p 34).” Unity of purpose is defined as, “an organization that
consistently demonstrates commitment to its values (Brown et al., 2017, p. 41).” It is easy to
theorize how misogyny can contribute to women reporting significantly lower scores in these
domains. In the context of misogyny, it is unlikely that a female staff will be made to feel
empowered or skilled (staff engagement). Similarly, unity of purpose is difficult to achieve if
there is misogyny within the organization, as this is likely in conflict with the organization’s
mission statement and/or other publicly facing information such a statements espousing the
organization’s diversity, equity, and inclusion. Multivariable regression analysis revealed that
this difference persists even when controlling for staffing level. However, the patterns observed
in these results should be interpreted with caution due to the disproportionate number of female
respondents and the relatively small sample size.
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Recommendations for future research
From the findings of this study, twelve recommendations have emerged to guide
researchers, museum leadership, public administrators, and academic institutions. By
implementing these recommendations, much can be learned about the ongoing challenges faced
by organizations during COVID-19 as well as their strengths and weaknesses with regard to
organizational resilience. By following these recommendations, organizations are in a position to
bolster their resilience and possibly improve their outcomes despite still being in the midst of the
COVID-19 pandemic.
Recommendation 1: Conduct a larger, longitudinal study
A longitudinal study is recommended for capturing organizational resilience over time,
examining the impact of new resources and challenges as well as external factors related to
pandemic policies.
Recommendation 2: Explore possible connections between diversity, equity, and inclusion
and organizational resilience
Within the context of the longitudinal study, explore the role of women and traditionally
marginalized populations in museums in further detail. This study noted gender differences in
key indictors but did not explore in depth why these differences exist. Are there connections
between diversity and inclusion programming and organizational resilience? Do organizations
that have “family-friendly” work-life balance and HR programming fare better during times of
crisis? Do other covariates, such as race and staffing levels. play a role in perception of
organizational resilience?
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Recommendation 3: Use the results of Recommendations 1 and 2 to refine and re-validate
the BRT
Expand the BRT to capture currently unaddressed challenges related to work life balance
that the pandemic brought to the surface. Organizations with strong work life balance policies
may have fared better during the pandemic and this is something that further research should
explore. The implications of studying these challenges go beyond the museum industry.
Recommendation 4: Capture the role of organizational characteristics in more detail.
The current study focused on public/nonprofit organizations by happenstance, as it was a
convenience sample and the participants who chose to complete the survey happened to be from
publicly funded entities. A comparison of private versus publicly funded institutions and other
organizational characteristics should be explored in more detail in a future study with a larger
sample size. Those characteristics include but are not limited to: size of endowment; length in
business; location/state policies; type and amount of COVID-specific funding granted to the
organization; skill set of employees and their capacity to pivot to online offerings; and human
resources policies related to telecommuting and work life balance. Understanding these
differences will help to tailor interventions such as focused training programs to individual
institutions to achieve better outcomes.
Recommendation 5: Engage organizations in research for quality improvement purposes
Encourage organizations to use the findings of the study as well as their own exploration
of the BRT to strengthen their emergency planning and organizational resilience especially while
still in the midst of the pandemic. It is clear that organizations represented by the survey need to
improve their emergency preparedness efforts. As part of the emergency preparedness
development, organizations should survey staff with the BRT annually as part of continuous
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improvement programming. This can be done free or inexpensively using commonly-available
survey research software such as Qualtrics and SurveyMonkey. Qualitative data in the form of
open-ended survey responses, structured interviews, and/or focus groups can glean insights
previously not considered. This can help to identify gaps in resilience and also in feelings of
exclusion among different segments of the staff. Data can be used to place special emphasis on
particularly low scoring domains. Examine each cultural institution through the lens of multiple
employees to better understand all perspectives. High scoring domains can be recognized and
used as models for the development of lower scoring domains. Collecting data and this way will
make the organization better able to communicate with their Board of Directors, outside
consultants, funding agencies, and others in a position to help them to improve their
organizational resilience.
Recommendation 6: Study the efficacy of “resilience building” interventions for museums
Interventions such as The Resilience Playbook (The Resilience Playbook, 2020) have
emerged during the time of COVID-19 that provide customized consultation, strategic planning,
and other resources to help organizations to reinvent themselves and become more resilient.
While leaders in the museum field are often involved with these initiatives, an evidence base for
these interventions has yet to be established. Are there specific components that are more
effective than others? Do specific audiences respond better to certain components?
Recommendation 7: Strengthen existing state and federal emergency preparedness
programming and funding infrastructure
Go “beyond the hurricane” by providing practical advice and funding opportunities for
pandemic-era challenges. This can be done by updating and disseminating existing toolkits and
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templates. The American Alliance of Museums can be an excellent partner for customization and
dissemination.
Recommendation 8: Update existing human resources programs for museums and other
cultural institutions to include work-life balance and teleworking options and evaluate the
impact of these programs.
Flexible work environments are known to increase general employee well-being (Ray &
Pana-Cryan, 2021), but there is no research on best practices in flexible workplaces in the
cultural sector. This study found that some organizations would have allowed staff to work from
home and remain productive during the pandemic, but lacked a formal policy. Learn from
findings in Recommendation 5 and consider options for essential “on site” staff who are without
childcare.
Recommendation 9: Tie emergency planning requirements to public funding programs.
This should not pose a hardship for small museums, because basic planning is something
that can be done at low cost, especially if government planning is strengthened and more
inclusive (see Recommendation 7, above). This is important because if there is another
shutdown, there needs to be a plan for continuity of programming created by the funding. For
funds to be spent responsibly, in the time of COVID-19 it makes sense to incentivize the
development of emergency planning by all publicly funded entities.
Recommendation 10: Create a model curriculum for emergency planning for use in
college-level museum management courses.
Model emergency preparedness curricula should include pandemic response. Program
evaluations should be conducted to measure change in understanding of emergency planning
topics before and after taking the course. Funding for the development of this curriculum could
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be provided by state and federal agencies as part of their wider emergency preparedness upgrade
described in Recommendation 7.
Recommendation 11: Make emergency planning and organizational resilience a regular
theme at academic conferences attended by museum studies students and representatives
of cultural organizations.
Conferences are an excellent opportunity to collaborate and share best practices, and a
logical place to disseminate the model programs and curricula described above.
Recommendation 12: Model work from home policies should be developed and shared
within the industry, academia, and with government partners.
One respondent noted that her organization follows county regulations for human
resources matters, which inhibited the organization’s flexibility in their time of need: “We CAN
work from home, (in that many of our jobs can be completed offsite) but the county has not (and
did not) develop policies for doing so.” Developing these plans outside of an emergency will
likely make for easier implementation when spontaneity and flexibility is required.
Conclusion
Despite all of the challenges faced by cultural institutions during COVID-19. most
participants remain optimistic, believing that their organization will be open in 12 months. There
is no variation in this opinion between gender or professional roles. This could, in part, be due to
the infusion of funds from federal emergency funding loans and other sources of supplemental
funding mentioned in the qualitative responses. In retrospect, perhaps a better question would be,
“Do you think your organization will have the same programs and priorities in 12 months?”
Whatever the reason, and despite many challenges to morale and resilience, some respondents
even described seizing the opportunities presented by the COVID-19 pandemic to improve their
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organization: “On the positive side, the change to virtual programming allowed us to expand our
audiences and we anticipate keeping some of that program even as we add back in-person
events.” The Benchmark Resilience Tool used in this study is a strong measure of organizational
resilience, but this glimpse into the human spirit may be the most revealing commentary on
resilience to be produced by this study.
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Appendix A: Survey Instrument
Responding to the survey items that follow gives the researcher permission to use the
anonymous information that you provide, without identifying you as an individual, in published
report.
The information that you provide will remain anonymous.
This questionnaire has been divided into three sections. The first section asks some questions about
you. The second section asks about characteristics of your organization that are associated with
resilience. The third section asks management questions about your organization. All staff
members may complete sections one and two of the survey. The third section is to be answered by
a senior manager of the organization.
It is very important that you provide an answer to every question. However, it’s impossible for
everyone within an organization to know everything, so if you don’t know an answer, please use
the ‘Don’t Know’ option.
What is a crisis?
Throughout this survey the word ‘crisis’ is used. This is a generic term, however by way of
guidance, consider ‘crisis’ to mean any non-routine disruption that causes significant impact to
the organization. This may not necessarily mean the loss of life or property, but may stress the
organization and affect its ability to respond and recover from the event. Examples include a
power cut, flood, technology change, reputation issue, supply change failure, earthquake,
regulatory change, fire, etc. COVID-19 is included in the definition of ‘crisis.’
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SECTION 1: A LITTLE ABOUT YOURSELF
1. In what state do you live?
2. Are you?
• Male
• Female
• Other
3. What is your age?
• 20 or under
• 21-30
• 31-40
• 41-50
• 51-60
• 61+
4. Which of these levels best describes your position within your organization?
(please check one)
• Senior management
• Middle management
• Supervisor/team leader
• Staff
• Other
5. What is your job title?

6. How long have you worked in your industry?
• <1 year
• 1-3 years
• 4-10 years
• 11-20 years
• 21+ years
7. How long have you worked at your organization?
• <1 year
• 1-3 years
• 4-10 years
• 11-20 years
• 21+ years
8. Are you:
• Contract
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• Part-time
• Full-time
• Other (please describe)
Section 2
If you don't know the answer to any of the questions, please choose the 'Don't Know' answer.
9. To what extent do you agree or disagree with the following statements for your
organization?
Don'
Strongly
Strongly
t
Agree
Disagree Kno
w
There would be good leadership from within
our organization if we were struck by a
crisis.
In a crisis, staff accept that management
may need to make some decisions with little
consultation
Our managers monitor staff workloads and
reduce them when they become excessive
Our management think and act strategically
to ensure that we are always ahead of the
curve
Management in our organization lead by
example
Our organization regularly re-evaluates what
it is we are trying to achieve
10. To what extent do you agree or disagree with the following statements for your
organization?
Strongly
Agree
People in our organization feel responsible
for the organization’s effectiveness
People in our organization are committed to
working on a problem until it is resolved.
Our organization’s culture is to be very
supportive of staff
Our organization has high staff morale
Staff know what they need to do to respond
to a crisis

Strongly
Disagree

Don'
t
Kno
w
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11. To what extent do you agree or disagree with the following statements for your
organization?
Strongly
Agree

Strongly
Disagree

Don'
t
Kno
w

We proactively monitor our industry to have
an early warning of emerging issues.
We learn lessons from the past and make
sure those lessons are carried through to the
future
Staff interact often enough to know what’s
going on in our organization
Our managers actively listen for problems
We are mindful of how the success of one
area of our organization depends on the
success of another
Staff feel able to raise problems with senior
management
12. Think of the overall highest risks that could lead to crisis for your organization, please
check the top 5 in the list below:
• Financial crisis
• Major accident or fire
• Pandemic (e.g. COVID-19, influenza, bio-security)
• Loss of critical services (e.g. electricity, water, gas, telecommunications)
• Reputation damage
• Fraud
• Regulatory changes
• Failure of a key supplier
• Loss of a key customer
• Staffing issues
• Information security breach
• Technological change
• Contamination
• Litigation
• Climate Change
• Terrorism
• Flooding
• Bushfire
• Drought (water shortage)
• Severe weather (e.g. storm, tornado)
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• Tsunami
• Volcanic activity
• Landslides
• Earthquake
13. Other __________________________To what extent do you agree or disagree with the
following statements for your organization?
Don'
Strongly
Strongly
t
Agree
Disagree Kno
w
Should problems occur, staff have direct
access to someone with authority to make
decisions
We can make tough decisions quickly
In our organization, the most qualified
people make decisions, regardless of
seniority
14. To what extent do you agree or disagree with the following statements for your
organization?
Strongly
Agree

Strongly
Disagree

Don'
t
Kno
w

Staff are actively encouraged to challenge
and develop themselves through their work
We are known for our ability to use
knowledge in novel ways
Staff are rewarded for “thinking outside of
the box”
15. To what extent do you agree or disagree with the following statements for your
organization?
Strongly
Agree
In a crisis, we have agreements with other
organizations to access resources from them.
We have planned for what support we could
provide to the community in a crisis.

Strongly
Disagree

Don'
t
Kno
w
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We build relationships with others we might
have to work with in a crisis.
We understand how we are connected to
other organizations and actively manage
those links.
We understand how Government actions
would affect our ability to respond in a
crisis.
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16. To what extent do you agree or disagree with the following statements for your
organization?
Strongly
Agree

Strongly
Disagree

Don'
t
Kno
w

Staff have the information and knowledge
they need to respond to unexpected
problems
If something out of the ordinary happens,
staff know who has the expertise to respond
Critical information is available by different
means and from different locations
If key people were unavailable, there are
always others who could fill their role
We readily obtain expert assistance when
there’s a problem
17. To what extent do you agree or disagree with the following statements for your
organization?
Strongly
Agree
We have sufficient internal resources to
operate successfully during business as
usual
Our organization maintains sufficient
resources to absorb unexpected change
When a problem occurs, it is easier to get
approval for additional resources to get the
job done

Strongly
Disagree

Don'
t
Kno
w
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18. To what extent do you agree or disagree with the following statements for your
organization?
Strongly
Agree

Strongly
Disagree

Don'
t
Kno
w

We have clearly defined priorities for what
is important during and after a crisis
Our priorities for recovery would be
sufficient to provide direction for staff in a
crisis
We understand the minimum level of
resources our organization needs to operate
We are mindful of how a crisis in our
organization would impact others
Our organization consistently demonstrates
commitment to its values
19. To what extent do you agree or disagree with the following statements for your
organization?
Strongly
Agree
We have a focus on being able to respond to
the unexpected
We are able to collaborate with others in our
industry to manage unexpected challenges
We are able to shift rapidly from businessas-usual to respond to crises
Whenever our organization suffers a close
call, we use it for self-evaluation rather than
confirmation of our success
We are regarded as an active participant in
industry and sector groups
Our organization readily responds to
changes in our business environment
In a crisis we seek opportunities for our
organization
We tend to be optimistic and find positives
from most situations

Strongly
Disagree

Don'
t
Kno
w
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20. To what extent do you agree or disagree with the following statements for your
organization?
Strongly
Agree

Strongly
Disagree

Don'
t
Kno
w

Our organization plans for the medium- and
short-term
We plan our strategy carefully before taking
action.
Given how others depend on us, the way we
plan for the unexpected is appropriate.
We are mindful of how a crisis could affect
us.
We actively plan with our suppliers how to
manage disruptions.
We actively plan with our customers how to
manage disruptions.
We actively plan how to support our staff
during times of crisis.
We have a good understanding of how an
event impacting the community may impact
our ability to respond.
21. Our organization currently has people who perform the following roles (check all that
apply)
• Risk management,
• Crisis management,
• Emergency management
• Business continuity
• None of these
• Don’t Know
22. Our organization has the following plans (check all that apply)
• Business Continuity Plan
• Emergency Plan
• Crisis Plan
• None of these
• Don’t Know
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•

Other type of Plan (please describe)

23. Are your organization’s plans of a sufficient standard to be useful in an emergency?
(Please check one)
• Yes
• Don't know
• No (Please say why)
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24. How regularly does your organization rehearse and test its plans?
N/A
Twice Annu Every Hardl
a year ally
2nd
y ever
year
Business Continuity Plan

Don’t
Know

Don’

Emergency Plan
Crisis Plan
Other type of Plan
25. To what extent do you agree or disagree with the following statements for your
organization?
Strongly
Agree

Strongly
Disagree

Don'
t
Kno
w

Our organization is committed to practicing
and testing its emergency plans to ensure
they are effective
Staff can take time from their day to day
roles to practice how to respond in a crisis
26. How long could your organization continue functioning if normal supply to the
following infrastructure services were disrupted?
Could
Hours
Days
Weeks
Months
not
function
Water supply
Sewage
Electricity
Gas
Phone networks (cell and
landline)
Data networks
Road network
Rail
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Airport
Port
Fuel
27. Our organization has done sufficient planning for how disruption to the following
infrastructure might affect us:
Don'
Strongly
Strongly
t
Agree
Disagree
Kno
w
Water supply
Sewage
Electricity
Gas
Phone networks (cell and landline)
Data networks
Road network
Rail
Airport
Port
Fuel
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28. Would you describe COVID-19 as a crisis for your organization?
• Yes,
• No,
• Don’t know
29. Did your organization temporarily close to the public due to COVID-19 at some point
this year?
• Yes
• No
30. Is your organization currently closed?
• Yes
• No
31. What is your target date for reopening? ________________
32. Did you organization modify your employment arrangement due to COVID-19? (check
all that apply)
• Yes, I was laid off/furloughed.
• I had to lay off/furlough staff
• Yes, my hours were cut permanently.
• Yes, my hours were cut temporarily
Please explain
________________________________________________________________________
33. On the scale shown please rate how severe COVID-19 was for your organization.
• We dealt with it as part of business-as-usual
• It challenged us but was not overly disruptive
• It definitely challenged us and was moderately disruptive
• It definitely challenged us and was very disruptive,
• It almost shut us down permanently
• It did shut us down permanently (skip to Q 36)
• Don’t know
34. Do you think that your organization will be open for business in 12 months?
- Yes
- No
- Not sure

35. What are the factors that would be necessary to keeping your organization open?
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36. What are the factors that caused your organization to close?

37. Please describe the impact of COVID-19 on your organization.

Section 3
38. What is the main activity of your organization?
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•
•
•
•
•
•
•
•
•
•
•
•
•

Arboretum/Botanic Garden
Art Museum
Children’s/Youth Museum
General Museum
Historic House/Site
History Museum/Historical Society
Natural History/Anthropology
Nature Center
Science/Technology Center/Museum
Specialized Museum
Zoo
Aquarium
Other (please specify)

39. Please estimate the number of employees working in your organization (including
yourself)
Number of full time employees
Number of part time employees
40. How many years has your organization been operating?
• 0-3 years
• 4-9 years
• 10-49 years
• More than 50 years
41. How many sites or locations does your organization operate from? (Locations where
staff are based)(Please answer in numbers e.g. 2)
42. What is your organization’s average annual staff turnover over the last 5 years?
• 0 – 5%
• 6 – 10%
• 11 – 20%
• 21 – 40%
• 41% +
• Don’t Know
43. Does your organization have back-up Information Technology (IT) facilities?
• No
• Yes (please describe)
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44. How feasible is it to relocate parts or all of your organizationʼs operations? (check all
that apply)
• The majority of my staff can work from home
• It is relatively easy for us to set up in a new location
• We have multiple sites we can operate from
• There are significant health/safety and regulation constraints affecting the locations we
can operate from
• The equipment is difficult to source, relocate and replace
• Our business is quite location specific, moving is not an option
• We could potentially site-share with another organization
• Other (please describe)
45. How would you rate your organization’s cash flow?
• Excellent
• Good
• Satisfactory
• Poor
• Very Poor
46. Has your organization used a staff satisfaction survey in the last two years?
• Yes
• No
• Don’t know
47. How would you rate your organization’s most recent staff satisfaction score?
• Very high
• High
• Satisfactory
• Low
• Very Low
• Don’t know
• Not applicable
48. How would you describe your organization’s current level of debt?
• Very high debt
• High debt
• Moderate debt
• Minimal / No debt
• Don’t know
49. How would you describe your organization’s current growth trajectory?
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•
•
•
•
•
•

Growing rapidly
Growing slowly
Neither growing nor declining
Slowly declining
Rapidly declining
Don’t know

50. Which of the following best describes your organization?
• Private/For-profit (answer question 50 and 51)
• Public/Not-for-profit (skip question 50, answer question 51)
51. How would you rate your organization’s profitability?
• Highly profitable
• Moderately profitable
• Breaking even
• Unprofitable
• Don’t know
52. How would you rate your organization’s surplus:
• High surplus
• Low surplus
• No surplus
• Low deficit
• High deficit
• Don’t know

Appendix B: Community Forum Recruiting Language
Subject: Seeking responses: Survey of Museum Professionals on Organizational Resilience
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Body of message:
Dear Colleagues,
I am a graduate student at West Chester University of Pennsylvania. For my dissertation, I am
conducting a survey of museum professionals on how resilient your organization is overall and
during COVID-19 in particular, as well as your thoughts about your organization’s ability to
survive the pandemic. The information that you provide will help us to better understand the
challenges faced by museums in responding to the pandemic and other crisis situations. This may
lead to the development of tools to strengthen museums and the museum workforce.
Your responses are anonymous, and no one will contact you after you answer the survey.
To participate in the survey, you must be at least 18 years of age, work in the United States, and
be a current or previous employee who was employed when the pandemic was declared a
national emergency in the United States.
Here is the link to the survey:
Thank you very much. Please contact me directly with any questions.
Sincerely,
Danielle Boyce, MPH
Doctorate in Public Administration Candidate
West Chester University of Pennsylvania
Db902888@wcupa.edu

Appendix C: Instrument approval
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Appendix D: Qualitative Responses
Theme/s

Impact of COVID19 on your organization
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Loss of income

A loss of more than $500,000 to an organization
with a total budget of $1.3M

Staff furlough/lay off
Switch to digital/virtual content

About 1/3 of our staff was furloughed, then laid
off. Many people took on new duties above and
beyond their regular job duties. We created a lot
of digital content since our sites were closed.

Loss of income
Silver lining

By in large, our closure effected the community
greatly. We are a large draw for tourists in the
area. While we were closed, we did manage to do
some work that we normally would not have
done--renovations of displays and even the
addition of a couple of displays. We got by
financially thanks to three small grants and
donations from the community. We also cut our
operating expenses to bare bones--utilities,
insurance, etc. All other budget items were cut.

Loss of income
Staff furlough/lay off

Closed for 6 months with 25% RIF, reopened but
little travel visitation and limited services.
Increased hygiene practices, no volunteers, no
meetings. No Covid exposures reported here.

Loss of income

Closed for ten weeks in 2020. Lost 35% of 2020
budgeted revenue, and given that we are a
museum and aquarium, expenses are difficult to
cut because of the need to keep the animals alive
with life support/utilities/food.

Loss of income
Staff furlough/lay off
Switch to digital/virtual content
COVID hygiene regulations

COVID-19 was incredibly disruptive, with a
state-mandated closure for most of a year,
required health and safety changes that were
costly, and the loss of 1.5 FTE's temporarily, out
of a staff of 3.5. We also had to pivot to provide
most of our services online at a time when we had
no staff with the appropriate skills. Our critical
face-to-face annual fundraiser had to be replaced
with a series of remote fundraising efforts. All in
all, we will be rebuilding for some years and
considering what strategic changes are necessary
for the future.

Enormity of the disaster

Huge! It stopped us in our tracks. Global
pandemics is not something that was listed on an
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emergency plan before 2020. It's actually still
hard to put into words, devastating, is the best
describer.
Loss of income
Staff stress/anxiety/morale
COVID hygiene regulations
mentioned

Increased full-time staff workloads and anxiety.
Caused the temporary closure of the museum
with necessitated furloughing all part-time staff.
Reduced the museum's income from lost and
reduced admission revenues. Increased sanitation
costs.

Staff furlough/lay off
Staff stress/anxiety/morale

Institutionally, I think over 60% were furloughed
and 40% laid off. Some rehiring is happening
with reopening.
Interrupted strategic planning and other long-term
projects.
Reduced staff morale.
Many senior people retired, eliminating vast
stores of institutional knowledge

Loss of income
Staff furlough/lay off

Loss of guests (now slowly coming back), loss of
visiting researchers, loss of volunteers; business
disruption; cancelled exhibits; backlog of work in
house

Staff furlough/lay off
Silver lining

Moved education programs virtual, worked on
projects that had been delayed. Staff worked from
home, part time staff were paid for several
months and then furloughed. All furloughed
gallery staff were brought back on when we
reopened. Were only full closed for 3 months.

Staff stress/anxiety/morale

No visitors to the museum. Minimum staff made
it harder to get work done.

Loss of income
COVID hygiene regulations
mentioned
government grants (CARES)

Our museum was closed to the public for 14
months. The staff continued to work, either from
home or from work (maintaining social
distancing). The public closure allowed us to
pivot some of our operations to online options;
become more creative in how we do things; look
for alternative funding sources (PPP Loans,
CARES Act funding, etc.); and spend a lot of
time concentrating on behind the scenes projects
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(master planning, a construction project, an
inventory of the museum's collection).

Loss of income

Revenue dropped to 10% of normal
Attendance dropped by 40%
While tourists remained about normal local
visitors disappeared

Staff furlough/lay off

Some staff were "asked" to retire and some
positions were eliminated. All staff took a small
reduction in pay (less than 5%). Pay rates went
back to normal in January 2021 and staff has
recently received raises.

Staff furlough/lay off
COVID hygiene regulations

Staff not scheduled for hourly shifts, salary
reduction by up to 10% (now restored.) We
closed from March-July 2020. We restricted
visitor numbers for many months and reduced
available tours to limit participants. Access to
some of our main visitor spaces were cut due to a
3rd party location.

Loss of income
Staff furlough/lay off

Staff were furloughed as a cost saving measure.
A number of staff have left the organization for
other positions. A hiring freeze remains in effect,
so we have to do more with fewer staff. Shortages
in critical areas mean we can't operate at full
capacity, impacting our ability to serve visitors.
Most of our volunteers have not been back since
we first closed. In the meantime, some of their
roles have been significantly changed or
eliminated altogether. Without being able to
generate revenue, we're in a financial crisis and
our budgets going into this next fiscal year are
incredibly slim.

COVID hygiene regulations
mentioned

We closed for 16 weeks and reopened with
limited hours. Now going back to full hours.
Rearranged exhibits to encourage one-way flow
of visitors.
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Loss of income
Staff furlough/lay off
Mentioned government grants
(CARES)

We furloughed many people and a number of
staff members lost their jobs. Our galleries were
already closed for renovations, but we had to stop
interactions with the public in our shop, art
school, and theater. We were able to carry on
some events, classes, and productions online, but
revenue was severely reduced. Our registrars had
planned for a complete collections inventory
while our collections are in temporary storage,
but they were unable to accomplish that. A
planned change of collections management
database was able to go forward much as
planned. Exhibitions in alternate spaces had to be
cancelled in person and moved online. COVID
emergency funding was a great help in keeping
most staff on and allowing us to continue with
our building renovations and planning for
reopening next year.

Loss of income
Staff stress/anxiety/morale
Work from home is challenges

We had to shift focus and develop virtual
programming and research assistance at the
museum; our parks saw an increase in visitation;
school field trips were mostly cancelled which
impacted some of our revenue (but we are a free
admission museum so there was minimal change
there); the biggest potential long term impact is
that we were in the middle of a feasibility study
into building a new facility that was delayed and
likely received more negative feedback because
of the situation (it was a bad time to try to get
support for building a large gathering space). A
lot of the momentum around that project was lost,
as was one of our primary advocates for it who
left his position when working from home
accommodations could not be made (he has an
immuno-comprised 2 yr old daughter they could
not put in day care)

Loss of income
Switch to digital/virtual content

We had to work from home most of the time and
create alternative programming, mostly virtual.
We could also not run our biggest fundraiser for 2
years now.

Staff stress/anxiety/morale
Switch to digital/virtual content

We have become much more digitally active
which initially put a huge strain on staff as we
had no digital presence before the pandemic.
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Loss of income
Staff furlough/lay off
Staff stress/anxiety/morale

We lost over half of our staff (mostly through
layoffs but we have also had people resign),
closed completely for four months, closed certain
exhibits for 15 months, lost more than half of our
member households and stopped most revenuegenerating programs. The staff remaining have
had extended periods of stress and anxiety. We're
now in the position of starting to grow again but
without a clear timeline of when we can return to
"normal".

Staff stress/anxiety/morale
Switch to digital/virtual content

We shut down totally in person. We are doing
online programming, and are just now starting to
have distanced, outdoor events. It really hurt staff

Silver lining

We took it as an opportunity to start new things,
take advantage of the need to be virtual for a
time, and get some projects done that were easier
to accomplish without the public on site. We
stepped back and reevaluated programming, etc.
and came out stronger at the end.

Mentioned government grants
(CARES)
Silver lining

While we were closed for many months we do
not charge admissions so we did not lose that
income. We did lose event income, but some of
our costs went down and we found that that with
CARES grants and community philanthropy, we
were okay financially. On the positive side, the
change to virtual programming allowed us to
expand our audiences and we anticipate keeping
some of that program even as we add back inperson events.

Work from home is challenges

Staff worked from home temporarily, but the
services we provide are dependent upon access to
our building, museum collections, and research
materials.

Work from home is challenges

We CAN work from home, (in that many of our
jobs can be completed offsite) but the county has
not (and did not) develop policies for doing so.

Work from home is challenges

Some fulltime staff can work at home in
traditional business positions (marketing,
management, sales, executive, and accounting).
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Others need to work on campus because they
maintain the facilities, or take care of our
collections (both historical and living).
Work from home challenges

Some of our work (collections storage and care,
library, museums, for example) is site specific. It
has turned out that a lot of our other work has
transitioned to work from home pretty effectively

Appendix E
Benchmark Resilience Tool Indicators and Associated Survey Questions
Indicator
Leadership
Leadership
Leadership

Benchmark Resilience Tool Questions
There would be good leadership from within our organization if we
were struck by a crisis
In a crisis, staff accept that management may need to make some
decisions with little consultation
Our managers monitor staff workloads and reduce them when they
become excessive
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Leadership
Leadership
Leadership
Staff
engagement
Staff
engagement
Staff
engagement
Staff
engagement
Staff
engagement
Situational
Awareness
Situational
Awareness
Situational
Awareness
Situational
Awareness
Situational
Awareness
Situational
Awareness

Our management think and act strategically to ensure that we are
always ahead of the curve
Management in our organization lead by example
Our organization regularly re-evaluates what it is we are trying to
achieve
People in our organization feel responsible for the organization's
effectiveness
People in our organization are committed to working on a problem
until it is resolved
Our organization's culture is to be very supportive of staff
Our organization has high staff morale
Staff know what they need to do to respond to a crisis
We proactively monitor what is happening inside and outside our
industry to have an early warning of emerging issues
We learn lessons from the past and make sure those lessons are
carried through to the future
Staff interact often enough to know what's going on in our
organization
Our managers actively listen
We are mindful of how the success of one area of our organization
depends on the success of another

Staff feel able to raise problems with senior management
Should problems occur, staff have direct access to someone with
Decision Making authority to make decisions
Decision Making Our organization can make tough decisions quickly
Decision Making In our organization, the most qualified people make decisions,
regardless of seniority
Innovation and
Staff are actively encouraged to challenge and develop themselves
creativity
through their work
Innovation and
creativity
We are known for our ability to use knowledge in novel ways
Innovation and
creativity
Staff are rewarded for "thinking outside of the box"
Effective
In a crisis, we have agreements with other organizations to access
Partnerships
resources from them
Effective
We have planned for what support we could provide to the
Partnerships
community in a crisis
Effective
We build relationships with organizations we might have to work
Partnerships
with in a crisis

99
Effective
Partnerships
Effective
Partnerships
Leveraging
Knowledge
Leveraging
Knowledge
Leveraging
Knowledge
Leveraging
Knowledge
Leveraging
Knowledge
Breaking Silos
Breaking Silos
Breaking Silos
Breaking Silos
Internal
Resources
Internal
Resources
Internal
Resources
Unity of Purpose
Unity of Purpose
Unity of Purpose
Unity of Purpose
Unity of Purpose
Proactive
Posture
Proactive
Posture
Proactive
Posture
Proactive
Posture

We understand how we are connected to other organizations and
actively manage those links
We understand how Government actions would affect our ability to
respond in a crisis
Staff have the information and knowledge they need to respond to
unexpected problems
If something out of the ordinary happens, staff know who has the
expertise to respond
Critical information is available by different means and from
different locations
If key people were unavailable, there are always others who could
fill their role
We readily obtain expert assistance when there's a problem
Staff are encouraged to move between different departments or try
different roles to gain experience
There is a sense of teamwork and camaraderie in our organization
There are few barriers stopping us from working well with each
other and with other organizations
We work with others regardless of departmental or organizational
boundaries, to get the job done
We have sufficient internal resources to operate successfully during
business as usual
Our organization maintains sufficient resources to absorb some
unexpected change
When a problem occurs, it is easier to get approval for additional
resources to get the job done
We have clearly defined priorities for what is important during and
after a crisis
Our priorities for recovery would be sufficient to provide direction
for staff in a crisis
We understand the minimum level of resources our organization
needs to operate
We are mindful of how a crisis in our organization would impact
others
Our organization consistently demonstrates commitment to its values
We have a focus on being able to respond to the unexpected
We are able to collaborate with others in our industry to manage
unexpected challenges
We are able to shift rapidly from business-as-usual to respond to
crises
Whenever our organization suffers a close call, we use it for selfevaluation rather than confirmation of our success
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Proactive
Posture
Proactive
Posture
Proactive
Posture
Proactive
Posture
Planning
Strategies
Planning
Strategies
Planning
Strategies
Planning
Strategies
Planning
Strategies
Planning
Strategies
Planning
Strategies
Planning
Strategies
Stress Testing
Plans
Stress Testing
Plans

We are regarded as an active participant in industry and sector
groups
Our organization readily responds to changes in our business
environment
In a crisis we seek opportunities for our organization
We tend to be optimistic and find positives from most situations
Our organization plans for the medium- and long-term
We plan our strategy carefully before taking action
Given how others depend on us, the way we plan for the unexpected
is appropriate
We are mindful of how a crisis could affect us
We actively plan with our suppliers how to manage disruptions
We actively plan with our customers how to manage disruptions
We actively plan how to support our staff during times of crisis
We have a good understanding of how an event impacting the
community may impact our ability to respond
Our organization is committed to practicing and testing its
emergency plans to ensure they are effective
Staff can take time from their day to day roles to practice how to
respond in a crisis

